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gender, race or ethnic origin, religion or sexual orientation" (European Commission, 2014: 6).
At the organizational level, the concern for cultural diversity is central, mainly as a result of the global economy, which has brought the internationalization of organizations and a change in the composition of the workforce, primarily through immigration and guest workers. Also, global legislative trends concerning anti-discrimination oblige firms to adopt such policies with respect to their employees (Mor Barak, 2014) . Thus, on an organizational level, a series of programs, practices and interventions are developed in order to capitalize on the positive aspects of a diverse workforce (Gotsis and Korte 2015) . Most often, these are reflected in human resource practices, e.g.: increasing numerical representation of employees coming from minority/vulnerable groups (e.g.: criteria based on ethnicity, race, gender), mentoring, educational and diversity training programs (e.g. diversity and cultural awareness), work-life balance programs for vulnerable groups (e.g. women, people with certain religious affiliations, the elderly, etc.) (Gotsis and Korte 2015) , new family friendly policies adapted to new types of family (Racolța-Paina and Andrieș, 2017). This concern for workplace cultural diversity is also reflected in the existing literature within this field of study, which has developed relatively recently into a scientific field (approximately 30 years ago). Thus, in the last 10 years there has been an increase of more than 110% in scholarly interest compared to the previous decade, and in the popular press there has been an increase of roughly 500% concerning the topic, as compared to the initial years of the field in the mid1980s (Jonsen, Maznevski and Schneider, 2011 ).
The preoccupation with cultural diversity in the workplace has its roots in the debate that began around the 1980s, concerning the influence of national culture on management and On-line Journal Modelling the New Europe Issue no. 24/2017 25 organizational practices and on the behavior of individuals. This debate was part of the broader discussion on the issue of cultural convergence -divergence in the field of management, the prevailing concept of that time being the existence of a "one best way"-type approach to manage organizations. It may be argued that the first theories that opened the way to studying the impact of culture on organizations are the theories of structural contingency, which questioned, even if only partially, the idea of a "one best way" kind of approach in organizational management and raised the issue of the existence of a relationship between organizations and their "environment", however, without explicitly focusing on culture as such. With the development of neoinstitutionalist theories, the issue of the influence of culture (this time explicitly included in the environment) and the relationship between the organization and society becomes clearer (Rojot, 2003) . Thus, in the 1970s and 1980s, culture and its influence on the organization fell into the purview of organizational researchers, first in the form of the exchanges/relationships existing between a company and society (Bollinger and Hofstede, 1987) . It is believed that the first author who formulated a theory that clearly demonstrated the existence of a relationship between culture and organization is Geert Hofstede (Segrestin, 1992) , based on research that has shown that organizations are influenced by national culture (culture-bound), developing a model concerning the dimensions of national culture (Hofstede, 1996) , and opening the way for popularizing some models that were not as well-known and for developing new ones. Although Hofstede's model, and generally the national culture model approach, is criticized (McSweeney, 2002) , it continues to be a landmark within the literature and current research endeavors in the field. This debate resulted in outlining a new field within organizational studies namely cross-cultural management. The central point of interest in cross-cultural management has been, and still is, the way in which national cultural differences influence the behavior of individuals within their work. Thus, cultural diversity was mainly understood as a national cultural difference. At the present time, this conception still persists; however, a critical trend has been emerging against it, the main argument of which being that of a deterministic, 
II. Defining the Concept of Workplace Cultural Diversity
A literature review of the fields of HR, organization, and business identifies several categories in which the definitions of cultural diversity can be included: a) narrow category-based definitions -cultural diversity is defined by gender, racial, and ethnic differences. These definitions are determined by discrimination legislation, originating in the US and do not necessarily apply to other cultural and social contexts. gender, physical disability) represents a preferential basis for stereotypes, prejudices and biases more so than invisible diversity (religion, education, socio-economic status, etc.)
Diversity also arises from the interaction between visible and invisible diversity, which often generates inferences about the person's internal attributes. perspective is a reaction to the conception that predominated in the organizational field, according to which diversity was only associated with multicultural, multiethnic and multiracial aspects (Mazur, 2010 ).
Mor Barak (2014) detects a problem in the discourse attempting to define cultural diversity, which lies in the enthusiasm and appreciation of diversity, often without presenting the way in which the existence itself of differences negatively impact individuals. Thus, he highlights focusing on benign differences (e.g. preferences concerning food, clothing, hair color), which are individual differences which lend unique qualities to human beings, while placing in the background those differences that practically and negatively impact individuals Therefore, we can observe a managerial perspective on organizational cultural diversity, in which the latter is seen either as a resource or as an obstacle for performance and an element that can be used by the management in one way or another. This is the reason why management needs special skills to manage cultural diversity (Mazur, 2010 ).
The issue is addressed through the advantages and disadvantages of cultural diversity within an organization and its impact on organizational performance. 
According to Milliken and Martins (apud

IV. Conclusion
Cultural diversity is a reality of organizational life, one that has generated concerns about its management, the social exclusion produced, and the creation of an inclusive Additionally, there is a need for a more in-depth study of diversity and diversity management at the level of SMEs where there is often a lack of the knowledge, skills, and structures needed to address the issue. This can lead to the enrichment of the field's theoretical and practical approaches, by having access to a reality that is less biased by the social desirability of the discourse concerning cultural diversity.
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